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Abstract of thesis entitled: "Dimensions and Measures of Perceived 
Overqualification" 
Submitted by POON Mei Yee Grace 
for the degree of Master of Philosophy in Industrial-Organizational Psychology 
at The Chinese University of Hong Kong in June 2007 
Researchers generally defined perceived overqualification as the possession 
of (1) excess education and (2) excess skills and experience. While excess education, 
and excess skills and experience could be considered as two separate dimensions, 
existing measurement of perceived overqualification (e.g. POQ, SPOQ) assessed 
perceived overqualification unidimensionally. Moreover, existing measures often 
used job requirement as referent to measure perceived overqualification, but failed to 
take into account that the possession of more qualification than colleagues or similar 
others could also constitute to perceived overqualification. As a result, the present 
study aimed at developing a multidimensional measure of perceived 
overqualification called MDPOQ. MDPOQ was hypothesized to consist of subscales 
which follow the 2 dimensions X 3 referents matrix. Result obtained from factor 
analyses showed that MDPOQ consisted of 21 items with five factors. Except for one 
factor, the remaining four factors of MDPOQ generally followed the hypothesized 
dimensions X referents matrix. This provided empirical support for the 
multidimensionality of the construct of perceived overqualification. Study findings 
also provided supportive evidence for the reliability and validity of MDPOQ. 
Limitations and implications of the findings were included in this paper. 
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CHAPTER 1: OVERVIEW OF OVERQUALIFICATION 
Overqualification in societies 
In recent decades, the phenomenon that people are overqualified for their 
work has attracted increasing research attention from social scientists in the field of 
economics, business, sociology, education and psychology. The scope of 
overqualification in the society and its negative consequences to companies and 
workers might explain why overqualification is a phenomenon that is worth 
investigating. 
Overqualification could be found in different societies. In US, research 
findings on 1995-1999 population survey data revealed that 14.1 percent US workers 
have education level higher than required for the job (Rubb, 2003). Using the same 
calculation methodology as used in the US research, research conducted in Hong 
Kong showed that 13.6 percent of males and 13.7 percent females workers were 
overeducated at the year 1996 (Ng, 2001). In recent years, while little research data 
were available regarding the phenomenon of overqualification in Hong Kong, 
overqualification might have become more common due to the economic recession 
since 1998. During the economic recession, numbers of workers were laid off as a 
result of corporate downsizing and restructuring. In face of financial difficulties, 
these workers might have taken up jobs which they were overqualified for. Moreover, 
from the year 1996 to 2006, the education attainment of Hong Kong people had 
markedly improved (Census and Statistics Department, HKSAR, 2006). As a result, 
despite that Hong Kong is recovering from the economic recession, a significant 
percentage of workers in Hong Kong may still be overqualified for their jobs due to 
their improvement in education attainment. 
To a certain extent, having overqualified workers provide reserved resources 
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for companies because workers could potentially take up more challenging work 
roles when the situations require. However, overqualification among workers could 
also bring a number of negative consequences. Economists and sociologists 
suggested that overqualification might represent a misallocation of human capital in 
the society. Some societal investment on education has been wasted as the skills of 
these overqualified workers are not being fully utilized. From the workers' 
perspective, research result generally revealed that overqualified workers received 
lower income and compensation than their coworkers whose jobs matched with their 
qualifications (Hartog, 2000). Moreover, research findings have shown that 
overqualified workers experienced lower job satisfaction (Feldman, Leana & Bolino, 
2002; Feldman & Tumley，1995; Johnson & Johnson, 2000a; 2000b). Workers who 
perceived themselves to be overqualified for their job were also found to have higher 
turnover intention (Maynard, Joseph & Maynard, 2006). From the company 
perspective, if overqualified workers may have lower job satisfaction and higher 
turnover intention, it may imply a higher turnover and a higher cost for training and 
personnel selection in the company. 
As the phenomenon of overqualification could be found in different societies 
and it might have negative consequences to companies as well as to individuals, the 
present research will further the study on the topic of overqualification. In chapter 2, 
the conceptual meaning and dimensions of overqualification will be discussed, 
followed by a focus on the subjective aspect of overqualification which is called 
"perceived overqualification". In chapter 3, research findings on the consequences of 
perceived overqualification will be reviewed. Chapter 4 will start with a review on 
existing measures for the construct "perceived overqualification" and highlight the 
major shortcomings of these measures. To improve the existing measures of 
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perceived overqualification, this research study aimed at developing a 
multidimensional measure of perceived overqualification. This research also aimed at 
discovering whether the construct of perceived overqualification would be 
empirically multidimensional. Chapter 5 will describe the research method while 
chapter 6 will cover the research result findings. Chapter 7 will discuss about the 
meaning of the result, the implication of the result and the limitation of this study. 
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CHAPTER 2: CONSTRUCT OF PERCEIVED OVERQUALIFICATION 
Definition of overqualification 
Overqualification was often defined as the possession of (1) excess education 
and (2) excess skill and/or experience for the job (Feldman & Turnley，1995; Khan & 
Morrow, 1991; O'Brien, 1986; Maynard et a l , 2006). Some researchers (Johnson & 
Johnson, 1996; 1997; 1999; 2000a; 2000b; Johnson, Morrow & Johnson, 2002) 
adopted the concept of 'growth and change' from Warr (1987) and included the 
dimension of growing opportunity in job when defining overqualification. However, 
a qualitative research from Maynard (1998; as cited in Maynard et al., 2006) revealed 
that hiring managers, applicants and employees did not mention "growing 
opportunity" as an indicator of overqualification. As a result, following Maynard et 
al. (2006)，this dimension was discarded from the definition of overqualification in 
the present study. 
Objective versus subjective overqualification 
Overqualification could be investigated using objective or subjective 
measures (Johnson & Johnson，2000a). Objective measures of overqualification 
investigate job characteristic, job requirement and workers' qualification in an 
objective manner (Johnson & Johnson, 2000a; 2000b; Johnson et al., 2002). In 
objective measures of overqualification, researchers would use archival data to 
decide whether the worker is overqualified for his or her job. On the other hand, 
subjective overqualification focuses on understanding workers' subjective 
interpretation of their job characteristics and job requirement (Johnson & Johnson, 
2000a; 2000b; Johnson et al., 2002). In existing subjective measures of 
overqualification, despite that workers were guided to compare their own job 
qualification with some standard such as job requirement, workers could have their 
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own interpretation on the standard of comparison and the job qualification they 
possessed. Subjective overqualification is often named as "perceived 
overqualification" (Johnson & Johnson, 2000a; 2000b; Johnson et al., 2002; 
Maynard et al., 2006). 
Subjective overqualification and objective overqualification are closely 
related because both refer to whether a worker has excess education, skill or 
experience for the job. However, subjective overqualification explores the 
phenomenon from the worker first person point of view, while objective 
overqualification explores the phenomenon from a more objective third person point 
of view. Hence, subjective qualification and objective overqualification are not 
perfectly equivalent to each other. 
Previous research on the phenomenon of overqualification conducted by 
economist and sociologists mostly focused on the objective aspect of 
overqualification (Feldman, 1996). Only in recent years, researchers in social 
psychology and organizational behaviour placed greater research attention on 
understanding the subjective aspect of overqualification (Feldman & Turley, 1995; 
Johnson & Johnson, 1996; 2000a; 2000b; Johnson et al., 2002). Research conducted 
by Khan and Morrow (1991) investigated both objective and subjective 
underemployment and their relationship with job satisfaction. They found that high 
subjective underemployment was moderately to strongly related with lower job 
satisfaction, on the other hand, objective underemployment were found to have no 
relationship with job satisfaction (Khan & Morrow, 1991). Since workers' work-
related attitude might be more strongly influenced by workers' own subjective 
interpretation of their job than objective job characteristics (Kristof, 1996), this 
research will focus on exploring the subjective aspect of overqualification — 
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perceived overqualification. 
Dimensions of overqualification 
Related to "overqualification", social scientists from different fields of 
research have used terms such as "underemployment", "skill underutilization", 
"overeducation", or "overschooling" to describe roughly the same phenomenon. 
Sometimes, one term could replace the other without distorting the meaning. For 
example, "overeducation" could replace the term "underemployment" to describe the 
phenomenon that people have excess level of education than the job required. 
However, as most of these terms differ in the scope of phenomena they covered, they 
are often not perfectly interchangeable. Many of these terms are the broader or 
narrower definition of other terms. Using different terms interchangeably could 
produce confusion to readers. To clarify how various terms are similar to or different 
from the construct "overqualification", the definitions and the dimensions covered by 
various terms will be discussed. 
Underemployment covers the widest scope of dimensions. It was also the 
term most widely used in research (Johnson et al., 2002). Summarizing various 
research conducted on underemployment, Feldman (1996) proposed that 
underemployment was a multidimensional construct with five major dimensions. The 
first dimension was the possession of excess formal education than the job required. 
The second dimension involved the involuntarily employment in a field outside one's 
area of formal education. The third dimension referred to the possession of excess 
skills and work experience than the job required. The forth dimension was related to 
whether the nature of employment was voluntary. People who were involuntarily 
employed in part-time, temporary or intermittent work were underemployed. The 
fifth dimension of underemployment referred to the earning of 20% less wages than 
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the previous job. For new graduates, if they earn 20% less wages than average 
graduates with the same major or path of occupation, they are considered to be 
underemployed. In addition to the above five dimensions, Khan and Morrow (1991) 
proposed that underemployment also include the dimension relating to the growing 
opportunities in job. 
The construct "overqualification" covers fewer dimensions than 
underemployment. Most researchers (e.g. Khan & Morrow, 1991; Maynard et a l , 
2006; O'Brien, 1986) included the dimension of excess education and the dimension 
of excess skill or experience in defining overqualification. This definition of 
overqualification is also adopted in the present research. Compared with the 
multidimensional construct of underemployment proposed by Feldman (1996), 
overqualification excludes the dimensions related with wage decrease, the 
permanence of employment (e.g. part-time or temporary job) and the match between 
job and individuals' field of education. Moreover, the definition of overqualification 
in this study does not require the excess in education, skill, or experience to be 
necessarily defined relative to job requirement. 
Skill underutilization and overeducation are both narrow definitions of 
overqualification (Johnson et a l , 2002). Skill underutilization referred to having 
surplus skill than the job required (Johnson & Johnson, 1999). Overeducation was 
most commonly defined as having education level beyond job requirement or beyond 
the modal level of education for that occupation (Athey & Hautaluoma, 1993; Ng, 
2001). The term "overschooling" (Cohn & Ng, 2000) has equivalent meaning to 
overeducation. The combination of skill underutilization and overeducation basically 
form the construct of overqualification (Johnson et al., 2002; Maynard et al., 2006). 
Skill underutilization focuses on workers' overqualification in work skills, while 
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overeducation focuses on overqualification in education attainment. However, 
similar to the definition of overeducation, the definition of overqualification in this 
study does not limit the excess in skill to be defined relative to job requirement. 
In sum, overqualification contained two major dimensions: (1) excess 
education and (2) excess skills or experience. Since workers such as university fresh 
graduates could be overqualified in their education for a job while being 
underqualified in their skill or work experience, education attainment could be 
considered as a separate dimension from skills or work experience. While work skills 
are not perfectly equivalent to work experience, the two concepts are more related 
because work skills are often learned through work experience and work experience 
often signifies the accumulation of work skills. 
Conceptualization of perceived overqualification 
The construct of perceived overqualification implies a perceived discrepancy 
after making some comparison. After summarizing various definitions of 
underemployment adopted by economists, sociologists and psychologists, Feldman 
(1996) suggested that "underemployment is defined relative to some standard" (p. 
387) and this standard was not limited to the use of job requirement as referent. 
Feldman (1996) discovered that existing researchers also defined underemployment 
relative to the workers' past experience, coworkers' qualification, or the workers' 
expectation and desire. As overqualification is a narrow definition of 
underemployment, I would argue that perceived overqualification could also be 
defined relative to different standards such as job requirement, coworkers' 
qualification etc. 
Summarizing comparative referents proposed by Adams (1965) in equity 
theory and by researchers of organizational studies, Kulik and Ambrose (1992) 
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suggested that there are four categories of referents when making comparison. They 
included the (1) self, (2) other-internal, (3) other-external and (4) the system. Putting 
the four categories of referents into the context of perceived overqualification, using 
self referent is the use of worker's own past experience to determine whether the 
worker is overqualified for the job. Internal referent others are colleagues who work 
in the same company as the worker. Using colleagues as referent means that 
colleagues' work qualification are used to determine whether the worker is 
overqualified for the job. External referent others are similar others outside the 
company. The work qualification of these similar others could also be used as 
referent to determine whether the worker is overqualified for the job. Using system 
as referent would be the use of job requirement to determine whether the worker is 
overqualified. 
Job requirement is one of the most widely used referent to define whether an 
individual is overqualified for the job.,One of the easiest means for workers to 
determine the qualification requirement for their job is to refer to the official job 
requirement set up by the company. As most workers are likely to have access to the 
official job requirement when they apply for the job, official job requirement could 
provide an easily available benchmark for them to determine whether they are 
overqualified for their jobs. 
In addition to job requirement, workers may also use other referents to 
determine whether they are overqualified for the job. For example, let us assume that 
the job requirement for a flight attendant is the possession of high school certificate. 
However, since many degree holders are attracted to the job, over half of the flight 
attendants are degree holders. Under this situation, a flight attendant with a 
university degree may not perceive oneself as overqualified for the job because many 
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of his or her colleagues possessed similar qualification as he or she does. 
Workers are likely to use work colleagues as referent for comparison because 
colleagues are highly similar and proximal to the workers. Moreover, the frequent 
interactions with colleagues provide workers available information regarding the 
colleagues' qualification which could serve as referent. 
While colleagues could serve as referent others, colleagues only represents a 
small proportion of similar others to the workers. Workers may also use similar 
others from other companies as referent. The use of colleagues could be different 
from the use of similar others from other companies as referent. For example, 
employees working in prestige organizations may generally possess better 
qualifications than employees working in less prestigious organizations even for the 
same job position. Hence, it is possible that individuals who are not overqualified 
compared with their colleagues might find themselves to be overqualified when they 
choose external others as referent for comparison. Vice versa is also possible. 
The last category of referent for comparison is individuals' past experience. 
For example, if an individual move from one company to another company, and his 
present job required qualification is lower than the job requirement for his previous 
job, the individual may perceive himself to be overqualified for his present job. 
However, individual past experience as referent is not limited to job requirement. 
Individuals could also compare the qualification of present colleagues with previous 
colleagues, or compare the qualification of present external referent others with 
previous external referent others to determine whether they are overqualified for their 
present job. The use of past experience as referent for comparison is further 
complicated by the fact that people's education, skills or work experience is likely to 
change over time. For example, if an individual has been promoted to a more senior 
Measures of perceived overqualification 11 
job position, the individual is unlikely to use job requirement, colleagues and 
external referent others of his previous junior job position to determine whether he is 
overqualified for his present job. As a result, the use of past experience as referent is 
limited to workers whose past experience are comparable to the present job situation. 
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CHAPTER 3: CONSEQUENCES OF PERCEIVED OVERQUALIFICATION 
Job satisfaction 
Among different potential consequences of perceived overqualification, the 
relationship between perceived overqualification and job satisfaction has often been 
studied. In a study which involved 283 recent business college graduates, Feldman 
and Tumley (1995) found that subjective measures of underemployment was 
negatively related to job satisfaction. Similarly, research conducted on 517 re-
employed executives who had been laid-off due to corporate downsizing (Feldman et 
al., 2002) revealed that underemployment produced a sense of relative deprivation 
which could bring negative effects on individuals' attitude towards their jobs and 
careers. Since perceived overqualification is a narrow definition of subjective 
underemployment, the above research findings provided some preliminary support 
for the presence of negative relationship between perceived overqualification and job 
satisfaction. 
In a cross-sectional research which involved 288 American postal worker 
union members, Johnson and Johnson (2000a) found that workers' perception on 
their excess in education and skill level was not found to be significantly related to 
individuals'job satisfaction. To further investigate the effect of perceived 
overqualification on job satisfaction, Johnson and Johnson (2000b) also conducted a 
longitudinal study on these Union members one year apart. They found that workers' 
perception on their excess in education and skill level was negatively related to job 
satisfaction when data was analyzed cross-sectionally, however, the relationship did 
not persist when data was analyzed longitudinally. Johnson and Johnson (2000b) 
suggested that this lack of persistence in longitudinal data might reflect that workers 
lower their aspiration over time to adapt to the work-related deprivations (e.g. pay). 
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Despite that the relationship between perceived overqualification and job 
satisfaction was not consistent in Johnson and Johnson's research (2000a; 2000b), 
cross-sectional research conducted by Maynard et al. (2006) showed a consistent 
negative correlation between perceived overqualification and job satisfaction in two 
studies. In Maynard et al.'s (2006) first study which involved 238 non-student 
participants who worked in a variety of organizations in US, and in their second 
study (Maynard et al., 2006) which involved 981 non-faculty employees and alumni 
of a college as participants, perceived overqualification significantly predicted 
satisfaction with work even after the control of demographic variables. Summarizing 
research findings on perceived overqualification, existing research generally showed 
support for the negative relationship between perceived overqualification and job 
satisfaction, however, research evidence regarding whether this relationship could 
persist over time is mixed. 
Turnover intention 
Feldman and Tumley's (1995) conducted a research on 283 recent business 
college graduates to investigate the effect of subjective measures of 
underemployment on job hunting intention and behaviour. In their study, individuals 
were asked the extent they perceived their job (a) required the degree they obtained, 
(b) related to their field of education and (c) utilized their training and expertise. 
Despite that definition of perceived overqualification did not require match in field 
of education with the job, the other two dimensions of subjective measures of 
underemployment in Feldman and Tumley's (1995) study were consistent with the 
definition of perceived overqualification. Their study result showed that subjective 
underemployment was significantly positively related to job hunting intention and 
behaviour. 
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Consistent with Feldman and Tumley's (1995) finding, Maynard et al. (2006) 
also found that people with higher perceived overqualification had lower affective 
commitment towards the organization and higher intention to leave the organization. 
In Maynard et al's study, perceived overqualification would still predicted affective 
organizational commitment and turnover intention after the control of demographic 
variables. 
Psychological well-being 
Cross-sectional research which involved 212 employees of a US public utility 
governmental agency showed that subjective underemployment was positively 
related with psychosocial stress (Johnson & Johnson, 1992). In a later cross-sectional 
study conducted on 288 American Postal Workers Union members, Johnson and 
Johnson (1996) found that that perceived overqualification was positively related to 
depression and stress. 
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CHAPTER 4: MEASURES OF PERCEIVED OVERQUALIFICATION 
Since research findings indicated that people who perceived themselves to be 
overqualified for their job could have lower job satisfaction, higher intention to leave 
the organization and poorer psychological well-being, it would be important to have 
an accurate and comprehensive measure of perceived overqualification to facilitate a 
better understanding of the phenomenon. In this chapter, two existing measures of 
perceived overqualification namely "Perceived overqualification" (POQ) and "Scale 
of Perceived Overqualification" (SPOQ) will be reviewed. 
Existing measures of perceived overqualification 
Perceived Overqualification (POQ) 
POQ scale is a ten-item scale measuring perceived overqualification 
developed by Johnson and Johnson (1996). The scale composes of eight items 
adopted from Khan and Morrow (1991) and two additional items developed by 
Johnson and Johnson (1996). Items in POQ scale are statements which tap on 
individuals' perception on different dimensions of perceived overqualification. When 
filling out the POQ scale, respondents are asked to report the extent they agree or 
disagree with the statements on a five point Likert scale. 
The ten items of POQ scale are grouped into two subscales namely 
"Mismatch" and "No Growth". Five of the six items in Mismatch subscale tab on the 
dimensions of excess education or excess skills in perceived overqualification. Some 
of these items include "My formal education overqualifies me for my present job" 
and "My talents are not fully utilized on my job". One item in Mismatch subscale 
("Frankly, I am overqualified for the job I hold") provides an overall measure of 
perceived overqualification without specifying a dimension of perceived 
overqualification. The "No Growth" subscale contains four items which assess 
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employee perception on the growth and learning opportunities provided by the job. 
One of these items includes "My job has a lot of potential for change and growth". 
Reviewing the POQ scale, Maynard et al. (2006) argued that only the 
"Mismatch" subscale was consistent with the current public understanding of 
overqualification. However, "Mismatch" subscale was being criticized by Maynard 
et al. as having internal consistency that was only marginally acceptable ( a = 0.70 
and 0.73, Johnson & Johnson, 2000b). Maynard et al. also indicated that Johnson and 
Johnson (2000b) acknowledged the two POQ subscales to be conceptually and 
empirically distinct and hence future research would be needed to discover whether 
both subscales constitute to overqualification. 
In addition to the criticisms on POQ scale by Maynard et al. (2006), POQ 
scale has other limitations. In POQ scales, while the items specify the dimension of 
perceived overqualification to be measured, the referents for comparison are not 
specified. For example, in the item "My formal education overqualifies me for my 
present job", the referent for comparison is not clearly stated and hence respondents 
can choose their own referents in determining whether they are overeducated for 
their job. 
The advantage of providing respondents with such freedom to determine their 
own referent for comparison in POQ scale is that respondents could use the referents 
that are most important and meaningful to them. The result obtained from this scale 
might better reflect respondents' perception from the respondents' own perspective. 
The disadvantage is that researchers would have little knowledge and control over 
the referents which the respondents compared themselves with. As a result, 
researchers using POQ scale would not know whether perceived overqualification 
lay in the perceived qualification discrepancy between the workers and their 
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colleagues, or between workers' qualification and job requirement etc. If researcher 
could identify different types of discrepancies, researcher could then estimate to what 
extent each type of discrepancy contribute to the negative consequences of perceived 
overqualification. This information could potentially guide researcher and 
practitioners to focus on specific aspect of perceived overqualification to minimize 
the negative consequences of perceived overqualification. 
The other limitation of POQ is its combination of both the dimension of 
excess education and the dimension of excess skills or work experience into a single 
"Mismatch" subscale. Since these two dimensions of perceived overqualification are 
conceptually separable, further research will be needed to discover whether this 
conceptual separation of dimensions could be empirically supported. 
Scale of Perceived Overqualification (SPOQ) 
In view of the low internal consistency of "Mismatch" subscale and the doubt 
on whether "No Growth" subscale of POQ constituted to the construct of perceived 
overqualification, Maynard et al (2006) developed the Scale of Perceived 
Overqualification (SPOQ). Similar to POQ scale, SPOQ is a unidimensional measure 
of perceived overqualification which combines the dimension of excess education 
and the dimension of excess skills or work experience into a single scale. SPOQ 
contains nine items which measure respondents' perceived surplus in education, 
work experience, knowledge, skills and ability (KSA). One of the items of SPOQ is 
"My job requires less education than I have". Respondents of SPOQ are asked to 
report the extent they agree or disagree with the statements on a seven point Likert 
scale. Compared with POQ scale, SPOQ had higher internal consistency ( a = 0.92) 
(Maynard et al., 2006). 
Different from POQ scale, items in SPOQ guide respondents to use job 
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requirement as referent to determine whether they are overqualified. Investigating the 
items of SPOQ, seven out of nine items clearly require respondents to indicate the 
extent they agree that their education, work experience or KSA are above the job 
requirement or job need. The remaining two items in SPOQ ask respondents the 
extent they agree that someone with less education or less work experience than 
themselves could perform the job well. These later two items indirectly measure the 
discrepancy between respondents' qualification and the qualification needed for 
successful job performance, however at the same time, the two items also implicitly 
encourage respondents to think about the qualification of others. Despite that two 
items of SPOQ might implicitly encourage respondents to recall others' qualification, 
items in SPOQ did not require respondents to use others as referent. 
Summarizing the above review on POQ and SPOQ, existing measures of 
perceived overqualification either do not specify the referent for comparison or 
mainly focus on job requirement as referent when measuring perceived 
overqualification. Moreover, both POQ and SPOQ measure the dimension of 
overeducation and the dimension of surplus skills or work experience in a single 
scale. 
Multidimensional Perceived Overqualification (MDPOQ) 
Since existing literature suggested that perceived overqualification could be 
understood as containing two separate dimensions and could be defined relative to 
different referents of comparison, the present study aimed at developing a more 
comprehensive scale of perceived overqualification which could capture the different 
dimensions and referents of comparison of perceived overqualification. By testing 
the newly developed scale of perceived overqualification empirically, the present 
study also aimed at discovering (1) whether the dimension of excess education could 
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empirically be separated from the dimension of excess skills or experience, and (2) 
whether the three referents of comparison were empirically separable. 
The newly developed measure of perceived overqualification is named as 
Multidimensional Perceived Overqualification (MDPOQ). This measure contains 
different referents of comparisons. As discussed in chapter 2，referents for 
comparison could include job requirement, colleagues, similar others from other 
companies and past experience. However, since past experience could only serve as 
referent for limited number of workers who possess relevant past experience, the 
present study did not include past experience as referent in developing a new 
measure of perceived overqualification. MDPOQ was developed through enriching 
the Scale of Perceived Overqualification (SPOQ) (Maynard et al., 2006) by 
developing items which specified referents for comparison other than job 
requirement. SPOQ, instead of POQ, was selected as the base for scale development 
because (1) its conceptualization of perceived overqualification has closer 
resemblance to public understanding of the construct of perceived overqualification 
and (2) its existing items have specified job requirement as referent for comparison 
which could serve as a clearer base for item development on other referents of 
perceived overqualification. MDPOQ retain all the original nine items in SPOQ 
which mainly use job requirement as referent. 
To be a useful measure of perceived overqualification, MDPOQ has to 
achieve satisfactory level of reliability and validity. In this research, internal 
consistency of MDPOQ would be assessed to estimate its reliability. MDPOQ was 
hypothesized to be a multidimensional measure instead of a unidimensional measure 
of perceived overqualification (Hypothesis 1). Subscales of MDPOQ was 
hypothesized to follow the two dimensions X three referents matrix (Hypothesis 2). 
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To assess the construct validity of MDPOQ, evidence on its convergent 
validity and discriminant validity would be gathered. Convergent validity referred to 
the extent that an alternative measure of the construct would share variance with the 
focal measure (Subwab, 1980). The original SPOQ has demonstrated convergent 
validity as it was found to have high correlation (r = 0.70) with Johnson and 
Johnson's (1996) Mismatch subscale ofPOQ (Maynard et al., 2006). Since MDPOQ 
was an expanded measures of SPOQ (Maynard et al., 2006)，a moderate to high 
correlation of the newly added items in MDPOQ with the original nine item SPOQ 
measure could provide evidence for the convergent validity of MDPOQ. Hence, 
newly added items in MDPOQ were hypothesized to have moderate to high 
correlation with SPOQ items (Hypothesis 3). 
Discriminant validity refers to the extent that the focal measure has low 
correlation with other measures which are theoretically different from the focal 
construct (Campbell, 1960). Discriminant validity of MDPOQ would be assessed 
through examining its correlation with core self-evaluation measure. Core self-
evaluations are individuals' fundamental evaluations on themselves, the world and 
others (Judge, Locke & Durham, 1997). Core self-evaluation was a higher order trait 
of four personality traits which included self-esteem, generalized self-efficacy, 
neuroticism and locus of control (Judge, Erez, Bono & Thoresen，2003). The 
constructs "Perceived overqualification" and "core self-evaluation" both involved 
individuals' evaluation on themselves and others. However, core self-evaluation is a 
fundamental evaluation which does not capture the situational specific evaluation, 
while perceived overqualification is situational specific evaluation in which 
individual make evaluations on specific aspects (e.g. education level, skill level) in a 
specific situation (e.g. the present job situation). To gather evidence to support that 
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MDPOQ is not simply measuring people's general evaluation on themselves and 
others, core self-evaluation measure was selected to examine the discriminant 
validity of MDPOQ. MDPOQ was hypothesized to have low correlation with core 
self-evaluation measure (Hypothesis 4). 
Based on existing research findings which showed that perceived 
overqualification was correlated with job satisfaction and turnover intention 
(Feldman et al., 2002; Feldman & Turnley, 1995; Johnson & Johnson, 2000a; 2000b; 
Maynard et al., 2006), MDPOQ was hypothesized to be negatively related with job 
satisfaction (Hypothesis 5a) and positive related with turnover intention (Hypothesis 
5b). Significance of these relationships would provide evidence for the criterion 
validity of MDPOQ. Moreover, to demonstrate the value of adding new items onto 
the original SPOQ, the newly added items in MDPOQ was hypothesized to show 
incremental validity in predicting job satisfaction (Hypothesis 6a) and turnover 
intention (Hypothesis 6b) when controlling for the original items in SPOQ. 
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CHAPTER 5: METHOD 
Participants and procedure 
This study consisted of 226 participants who were employed in full time job 
in Hong Kong. Participants were recruited through convenience sampling and snow 
balling technique. They were invited to fill in a questionnaire and were informed that 
the study aimed at discovering how they perceived their working ability and work 
qualification. Upon the completion of the questionnaire, participants automatically 
joined in a lucky draw and five participants won HK$500 cash. The 226 participants 
consisted of 59 men (26%), 165 women (73%) and 2 participants with missing 
information on their gender. Half of the participants (52%) belonged to the 21-30 age 
group, 21% participants belonged to 31-40 age group, and 20% participants belonged 
to 41-50 age group. Their education attainment ranged from primary to postgraduate 
level with the majority having upper secondary (12.8%), degree (46%), and 
postgraduate degree (21.2%). Participants came from different field of industry with 
a larger proportion coming from education and health service (21%), financial 
services (11%), and recreational, other community and social services (12%). The 
largest proportion of participants (43%) had average monthly income of 
HK$ 10,001 - 20,000, followed by 21% participants earning HK$ 20,001 - 30,000 
per month and 13% participants earning HK$ 5,001 一 10,000 per month. On average, 
participants had engaged in full time work for 9 years in their present field of 
industry with a standard deviation of 9.64. 
Measures 
To facilitate the distribution of questionnaire, questionnaire was designed in 
both paper-and-pencil form and online form. Among the 226 participants, 127 of 
them filled in the paper-and-pencil questionnaire and the remaining 99 participants 
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filled in the online version. Items in both versions were identical in content and 
sequence. Instructions for both versions were kept as identical as possible with very 
minor changes made to fit with the medium (e.g. ask participants to "click" to next 
page for online version). All items in both paper-and-pencil version and online 
version were both in English as well as in Chinese. All items written in English were 
translated into Chinese by the bilingual author. The Chinese version was back-
translated into English by an independent translator who was blind to the English 
written items. Comparison between the original English scale and the back-translated 
scale showed close resemblance among the two set of scales in meaning. 
Endorsement pattern of all participants were typical and none of the 
participants endorsed all items with the same value. Out of the 257 questionnaire 
collected, 31 participants were excluded due to their relatively low consistency in the 
repeated items of the questionnaire, and 226 participants remained. 
Multidimensional Perceived overqualification (MDPOQ) 
MDPOQ consists of all the original nine items in SPOQ developed by 
Maynard et al. (2006) as well as 18 new items which use colleagues or similar others 
from other organizations as referents to measure perceived overqualification. The 
nine new items which use colleagues as referent were developed through rephrasing 
the original nine SPOQ items to a comparison of workers' qualification with 
colleagues' qualification. One of the items is "My colleagues possess less education 
than I have". For the other nine new items which used similar others from other 
organizations as referent, an instruction was placed prior to these items to inform 
respondents that those specific items would use "they" or "them" to refer to "people 
from other organizations who have a same job nature and at a similar rank" as the 
respondents at the time of study. The nine new items which used similar others from 
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other organizations as referent were replication of the 9 items which used colleagues 
as referent, except that the word "colleagues" was replaced by either "they" or 
"them". Consistent with SPOQ, participants would indicate the extent they agree 
with each item on a seven point Likert scale (1 = strongly disagree, 7 = strongly 
agree). 
Job satisfaction 
Job satisfaction was measured by five questions. The five questions were 
developed based on the five facets of job satisfaction in JDI (Smith, Kendall, & 
Hulin, 1969) which tabbed on workers' satisfaction with work, promotion 
opportunity, pay, supervisor and co-workers. The five questions included: "How 
satisfied are you with the work of your present job?" "How satisfied are you with the 
promotion opportunity of your present job?" "How satisfied are you with the pay of 
your present job?" "How satisfied are you with your supervisor(s)?" "How satisfied 
are you with your co-worker(s)?" Responses ranged from (1) 'strongly dissatisfied' 
to (7) 'strongly satisfied. Cronbach's alpha for the scale was 0.79 (M = 4.52, SD = 
1.14). 
Turnover intention 
Turnover intention was measured by four items. Two items used by Adams 
and Beehr (1998) which were modified from Rosin and Korabik' items (1991) were 
included: "I am planning to leave my job for another in the near future" and "I often 
think of quitting this job and finding another". Two addition items were developed to 
measure turnover intention which included "Within one year, I will leave this job and 
search for another one" and "If another company provide similar offer, I will try to 
change my job". Responses ranged from (1) 'strongly disagree' to (7) 'strongly agree. 
Cronbach's alpha for the scale was 0.90 (M = 3.73，SD = 1.74). 
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Core self-evaluation scale 
Core self-evaluation scale (CSES) was a 12 item scale developed by Judge et 
al., (2003). One sample item was "I am confident I get the success I deserve in life." 
Original design of the scale required respondents to rate the extent they agreed with 
the 12 statements on a five-point Likert scale. However, to maintain consistency in 
response for all items in the questionnaire, a seven-point Likert scale was adopted in 
this study. Cronbach's alpha for the scale was 0.80. (M = 4.41，SD = 0.72) 
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CHAPTER 6: RESULTS 
Equivalence between paper-pencil and online version 
Multivariate analysis of variance (MANOVA) was conducted to test whether 
participants who filled in the paper-and-pencil questionnaire would differ from 
participants who filled in the online questionnaire in their response to each of the 
MDPOQ items. Box's test of the equality of covariance matrices was significant, 
which indicated that the two groups had different covariance matrices in some 
MDPOQ items, however, since Box's test is a sensitive test, significant result from 
Box's test would be considered as acceptable. Multivariate tests such as Wilks' 
Lambda were not significant (p = .305) which indicated that the two groups could be 
interpreted as multivariate equal and they did not differ in MDPOQ score. Levine test 
of equality of error variance were not significant for 26 MDPOQ items except for 
one MDPOQ item (p = .048). It meant that the two groups generally had similar error 
variance. Since no significant difference was found in the MDPOQ score between 
the paper-and-pencil group and online group, and the two groups had highly similar 
error variance, participants from the two groups were combined into a single group 
(N = 226) in the following analyses. 
Factor structure of SPOQ 
To discover whether the nine SPOQ items developed by Maynard et al. (2006) 
would contain more than one dimension in this study sample, exploratory factor 
analysis was conducted. No restriction was posted on the number of factors to be 
estimated. While scree plot result showed that the data could be explained by one 
factor, three components had eigenvalue greater than one which suggested that the 
nine item SPOQ itself could potentially be interpreted as a multidimensional measure. 
Result from varimax rotation showed that most items related to excess skills and 
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work experience loaded on factor 1 while most items related to excess education 
loaded on factor 2. This provided preliminary support for conceptual separation of 
the dimension of excess education from the dimension of excess skills or work 
experience. 
Measurement model of MDPOQ 
Examining all the 27 items of MDPOQ, item-total correlation ranged from 
0.31 to 0.63 and the 27- item scale has an alpha coefficient of 0.90. Exploratory 
factor analysis (EFA) was conducted to explore the factor structure of MDPOQ. The 
method of Principal Component Analysis was used. No restriction was posted on the 
number of factors to be estimated. Initial run of EFA showed a six factor solution. 
Scree plot did not show a clear result on the number of factors to be interpreted. After 
examining the component matrix, six of the 18 newly developed items which had 
strong double loadings on two or more factors were deleted. 
Second run of EFA with varimax rotation was conducted with the remaining 
21 items. Scree plot showed two sharp drops in eigenvalue which suggested that 
either two or four factors could be interpreted. Since four factors had eigenvalues 
greater than one, four factors would be interpreted. The four factors explained a total 
of 66.7% variance. The solution converged in six iteration with Kaiser's measure of 
sampling of adequacy of .86 which meant the model was a good fit to the data. The 
rotated component matrix generally showed a clean pattern. However, two SPOQ 
items double loaded on two factors when suppressing factor loadings at 0.4. To 
maintain a simple factor structure and to test a measurement model which better fit 
with the hypothesized dimensions X referents measurement model of perceived 
overqualification, the double loading items were extracted to form a new separate 
factor. (Further details regarding the item loading pattern of EFA are available in 
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Appendix A). As a result, a five factor measurement model was adopted. Factor 1 
consisted of six items was labeled as "Criticality for Job Success" as it measured 
whether people with less qualification could have equally successful performance on 
the job. Factor 2 was labeled as "Skill over others" which contained five items 
measuring whether the respondents had excess skills and abilities compared with 
colleagues or similar others from other companies. Factor 3 was labeled as 
"Education over others" which composed of five items tabbing on excess education 
using colleagues or similar others from other companies as referent. Factor 4 was 
labeled as "Skill over job" which included five items measuring whether respondents 
had excess skills, ability, and work experience compared with job requirement. 
Factor 5 was labeled as "Education over job" and it contained two items measuring 
whether respondents had excess education with referent to job requirement. 
Confirmatory factor analysis (CFA) was conducted through EQS 6.1 to test 
the data fit with the five factor MDPOQ measurement model. The five factors were 
allowed to freely correlate with each other. Result from CFA generally showed that 
the five factor model had acceptable goodness of fit with the data. The chi-square test 
fit criterion for the five factor CFA model was significant, {(179) = 451.38，p < 0.01. 
AIC = 93.38. NNFI = 0.88 and CFI = 0.90 which reflected an acceptable goodness of 
fit as CFI reached 0.9 and NNFI was very closed to 0.9. RMSEA was equal to 0.08 
which meant that the model had reasonable fit with the data. Table 1 showed the 
means, standard deviations, reliabilities and intercorrelations among factors of 
MDPOQ in CFA. Correlations among factors were statistics significant except for 
the correlation between Factor 1 (Criticality for Job Success) and Factor 2 (Skill over 
others). The five factors of MDPOQ demonstrated satisfactory level of internal 
consistency. All factor loadings were statistically significant and were moderate to 
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large in magnitude, ranging from .40 to .93 (See Table 2 for factor loadings of 21 
MDPOQ items in CFA). 
Examining the content of the five factors of MDPOQ and their respective 
items, the factors provided partial support for the hypothesized dimensions X 
referents measurement model of MDPOQ (Hypothesis 2). 
Table 1 .Means, Standard deviations, Reliabilities and Intercorrelations among the 
five factors of MDPOQ in CFA 
N M SD 1 2 3 4 5 
1 Criticality for Job Success 221 3.96 1.17 ( . 9 0 ) -
2 Skill over others 224 4.16 1.04 .08 ( . 8 9 ) -
3 Education over others 224 3.50 1.26 .16* .56* ( . 8 4 ) -
4 Skill over job 226 4.59 1.04 .23* .68* .39* ( . 8 0 ) -
5 Education over job 225 3.79 1.46 .33* .44* .59* .65* (.82) 
Note.. N = number of cases, M = mean, SD = standard deviation. Internal consistency 
reliabilities are reported on the diagonal (in parenthesis). 
V < . 0 5 . 
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Table 2 Factor loadings of 21 Multidimensional Perceived Overqualification 
(MDPOQ) items in CFA 
Items Factor loadings 
F1 F2 F3 F4 F5 
1 * Someone with less education than myself could .75 
perform well on my job. 
學歷比我低的人也能在我的工作崗位中表現 
出色。 
2* Someone with less work experience than myself .79 
could do my job just as well. 
工作經驗比我少的人也能把這份工作做得跟 
我一樣好。 
3 Colleagues with less education than myself could .80 
perform well on my job. 
學歷比我低的同事也能在我的工作崗位中表 
現出色。 
4 Colleagues with less work experience than .80 
myself could do my job just as well. 
工作經驗比我少的同事也能把這份工作做得 
跟我一樣好。 
5# They, with less education than I，could still .79 
perform well on my job. 
學歷比我低的也能在我的工作崗位中表現出 
色 ° 
6# They, with less work experience than I, could do .78 
my job just as well. 
工作經驗比我少的也能把我的工作做得跟我 
一樣好。 
7 I have job skills that are not possessed by my .75 
colleagues. 
我具有其他同事所沒有的工作技能。 
8 I have a lot of knowledge that my colleagues do .80 
not possess. 
我擁有很多同事所沒有的知識。 
9 I have more abilities than my colleagues. .86 
我擁有的能力比我的同事多。 
10# I have a lot of knowledge that they do not .76 
possess. 
我 擁 有 很 多 潘 沒 有 的 知 識 。 
11# I have more abilities than them. .78 
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我擁有的能力比激 m 。 
12 My colleagues possess less education than I have. .81 
我同事的學歷比我低。 
13 My education level is above the education level .94 
possessed by my colleagues. 
我的學歷比我的同事高。 
14# My education level is above the education level .69 
possessed by them. 
我的學歷比激 m 。 
15* The work experience that I have exceeds what is .67 
required on this job. 
我所擁有的工作經驗比這份工作所需要的 
多0 
16* I have job skills that are not required for this job. .70 
我具有這份工作要求以外的工作技能。 
17* My previous training is not being fully utilized .40 
on this job. 
我以往在訓練中所學的並非全部都能夠應用 
於這份工作上。 
18* I have a lot of knowledge that I do not need in .75 
order to do my job. 
我擁有很多這份工作所需以外的知識。 
19* I have more abilities than I need in order to do -83 
my job. 
我擁有的能力比這份工作所需的多。 
20* My job requires less education than I have. .75 
我這份工作所要求的學歷比我擁有的低。 
21 * My education level is above the education level .93 
required by my job. 
我的學歷高於這份工作所要求的程度。 
F1 = Critical ity for Job Success 
F2 = Skill over others 
F3 = Education over others 
F4 = Skill over job 
F5 = Education over job 
* Items from SPOQ (Maynard, Joseph & Maynard, 2006) 
# For these items, participants were informed that the questionnaire used "they" or “them” to 
refer to people from other organizations who have a same job nature and at a similar rank as 
the participants did at the time they filled in the questionnaire. 
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To examine whether MDPOQ should be better interpreted as a five factor 
multidimensional measure or as a unidimensional measure of perceived 
overqualification, the first alternative model in which all 21 variables loaded onto a 
single factor was tested. Result from CFA demonstrated a poor fit of the data with 
this unidimensional model. The chi-square test fit criterion for the single factor CFA 
model was significant, ^ (189) = 1675.28, p < 0.01. AIC = 1297.28. NNFI = 0.38. 
CFI = 0.44. RMSEA= 0.189. The lower AIC index of the five factor model (AIC = 
93.38) compared with this alternative unidimensional model (AIC 二 1297.28) 
revealed that the five factor model had better fitting. This supported Hypothesis 1 
which suggested MDPOQ to be a multidimensional measure. 
A second alternative model was also tested to discover whether the five 
factors of MDPOQ were empirically distinct. The second alternative model was a 
nested model of the proposed five factor model which did not allow the five factors 
to correlate with each other. Chi-square test of difference was significant (x difference 
(10) = 669.12, p <0.01) which showed that the five factor model which allowed 
correlation among factors was superior to the second alternative model which did not 
allow correlation among factors. 
Convergent, Discriminant and Criterion validity of MDPOQ 
Descriptive statistics and zero order correlations among the five factors of 
MDPOQ, core self-evaluation, job satisfaction and turnover intention were shown in 
Table 3. Supporting Hypothesis 3, "Criticality for Job Success" "Skill over others" 
and "Education over others" (which consisted of all newly developed items of 
MDPOQ and two SPOQ items) had significantly positively correlation with "Skill 
over job" and "Education over job" (which consisted of seven SPOQ items). Most of 
these correlations were moderate in strength. Since SPOQ was an existing validated 
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measure of perceived overqualification, these significant correlations provided 
support for the convergent validity of the newly developed MDPOQ items. 
Among the five factors of MDPOQ, except for the factor "Criticality for Job 
Success" which has significant weak correlation with core self-evaluation, the 
remaining four MDPOQ factors showed no significant correlation with core self-
evaluation. This finding was consistent with hypothesis 4 and it provided support for 
the discriminant validity of MDPOQ. 
Examining the correlations between each of the five MDPOQ factors with job 
satisfaction, while "Criticality for Job Success" did not show significant correlation 
with job satisfaction, the other four MDPOQ factors had significant negative 
correlation with job satisfaction, which provided partial support for Hypothesis 5a. 
Supporting Hypothesis 5b, all five MDPOQ factors had significant positive 
correlation with turnover intention. These results provided support for the criterion 

















































































































































































































































































































































































































































Measures of perceived overqualification 35 
Incremental validity of MDPOQ 
To discover the incremental validity of MDPOQ over the original SPOQ 
measure developed by Maynard et al. (2006) in predicting job satisfaction and 
turnover intention, two hierarchical regression analyses were performed. Job 
satisfaction was the criterion variable in the first hierarchical regression analysis 
while turnover intention was the criterion variable in the second analysis. In both 
analyses, demographic variables including gender, education level, age group and 
monthly income were entered in Step 1. The subscales "Education over job" "Skill 
over job" and "Criticality for Job Success" were entered in Step 2 in both analyses. 
These three subscales of MDPOQ added in Step 2 consisted of all nine items of the 
original SPOQ as well as four newly developed items under the subscale "Criticality 
for Job Success". The subscales "Education over others" and "Skill over others" 
which consisted of the remaining eight newly developed items were entered in Step 3. 
Result obtained from the two hierarchical regression analyses showed that all 
predictors in both analyses had tolerance index greater than 0.1 and variance inflation 
factor (VIF) smaller than 10. This implied that multicollinearity was not too high and 
the predictors were not too highly correlated. 
For the first hierarchical regression analysis with job satisfaction as criterion 
variable (as shown in Table 4)，job satisfaction was significantly predicted by 
"Education over job" (P = -0.21) and "Skill over job" (P = -0.18) after controlling 
demographic variables, however, "Criticality for Job Success" did not significantly 
predict job satisfaction after controlling demographic variables (A R = 0.094, F (3, 
207) = 7.88, p < 0.01). When "Education over job", "Skill over job", "Criticality for 
Job Success" and demographic variables were controlled, "Education over others" 
was found to significantly predict job satisfaction (p = -0.21), however, "Skill over 
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others" was not found to significantly predict job satisfaction after controlling the 
effect of variables in Step 1 and Step 2，A 0.041, F (2, 205) = 5.34，p < 0.01. 
Interestingly, in Step 3 when the demographic variables and all five subscales of 
MDPOQ were included, the subscale "Education over job" and "Skill over job" 
could no longer significantly predict job satisfaction. 
Table 4. Hierarchical regression analysis of job satisfaction 
Step 1 Step 2 Step 3 
P P P 
Gender .015 -.053 -.054 
Education level .184* .206* .227* 
Age group .134 .193* .176 
Monthly income .139 .082 .094 
Education over job -.206* -.089 
Skill over job -.175* -.121 
Criticality for Job Success .068 .064 
Education over others -.212* 
Skill over others -.069 
R2 .082* .176* .217* 
AR2 .082* .094* .041* 
Note, p = standardized beta, * p < .05. 
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For the second hierarchical regression analysis with turnover intention as 
criterion variable as shown in Table 5, turnover intention was significantly predicted 
by the "Education over job" (P = 0.15) and "Skill over job" (P = 0.20) after 
controlling demographic variables, however, "Criticality for Job Success" did not 
significantly predict turnover intention after controlling demographic variables (A R^ 
=0.106, F (3，207) = 9.93，p < 0.01). When "Education over job，，，"Skill over job", 
"Criticality for Job Success" and demographic variables were controlled, "Education 
over others" was found to significantly predict turnover intention (p = -0.19)， 
however, "Skill over others" was not found to significantly predict turnover intention 
after controlling the effect of variables in Step 1 and Step 2,AR^= 0.041, F (2，205) 
=4.33, p < 0.05. In Step 3 when demographic variables and all five subscales of 
MDPOQ were included, while "Skill over job" could still significantly predicted 
turnover intention (p = 0.16)，"Education over job" no longer significantly predicted 
turnover intention. 
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Table 5. Hierarchical regression analysis of turnover intention 
Step 1 Step 2 Step 3 
(3 P P 
Gender -.009 .060 .060 
Education level -.028 -.047 -.067 
Age group -.241* -.289* -.276* 
Monthly income -.211* -.137 -.147 
Education over job .151* .049 
Skill over job .203* .162* 
Criticality for Job Success .072 .074 
Education over others . 189* 
Skill over others .047 
R2 .154* .260* .290* 
AR2 .154* .106* .030* 
Note, p = standardized beta, */? < .05. 
Summarizing findings from the two hierarchical regression analyses, 
Hypothesis 6a and Hypothesis 6b were partially supported because only "Education 
over others" subscale of MDPOQ demonstrated incremental validity to the original 
SPOQ (Maynard et al., 2006) and demographic variables in predicting job 
satisfaction and turnover intention. 
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CHAPTER 7: DISCUSSION 
Findings from exploratory factor analysis (EFA) provided partial support for 
the hypothesized dimensions X referents matrix of MDPOQ. Factors derived from 
EFA generally showed that the dimension of excess education was empirically 
separable from the dimension of excess skills. However, the factor "Criticality for 
Job Success" included items addressing both excess education and excess skills. 
Regarding the separation among different referents for comparison, findings from 
EFA provided only partial support. The factor "Criticality for Job Success" contained 
items using job requirement, colleagues and similar others from other companies as 
referents. On the other hand, in the remaining factors, with the exception of the two 
double loading items, the use of job requirement as referent was found to be 
empirically separable from the use of colleagues or similar others from other 
companies as referent. However, EFA findings revealed that the use of colleagues as 
referent and the use of similar others from other companies as referent were not 
empirically separable. 
By extracting the two double loading items from EFA to form a new factor, a 
five factor measurement model of MDPOQ was developed. Result from 
confirmatory factor analysis (CFA) provided support for the five factor measurement 
model of MDPOQ. Moreover, findings from model comparison showed that 
MDPOQ should be better understood as consisting of five subscales instead of 
treating it as a unidimensional measure. Findings from model comparison also 
revealed that the five factors in MDPOQ were correlated with each other and these 
five factors in MDPOQ should not be treated as five distinct construct. The presence 
of generally moderate correlation among the five factors in MDPOQ provided some 
support that the five subscales in MDPOQ were measuring the same construct -
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perceived overqualification. 
Findings obtained for the present study also displayed evidence for the 
reliability and validity of MDPOQ. Regarding reliability, all subscales of MDPOQ 
demonstrated satisfactory level of internal consistency with a value greater than 0.8. 
The generally moderate correlation of the newly added items in MDPOQ with the 
original nine item SPOQ measure provided some evidence on convergent validity of 
MDPOQ as a measure of perceived overqualification. However, the subscale 
"Criticality for Job Success" obtained relatively weak support for its convergent 
validity as its correlations with other MDPOQ subscales were relatively low. 
All five subscales of MDPOQ demonstrated evidence on their discriminant 
validity by having no significant relationship or having weak relationship with core 
self-evaluation scale (CSES). This suggested that MDPOQ was not measuring the 
construct of core self-evaluation. Moreover, since core self-evaluation was a higher 
order construct which included the traits of self-esteem, generalized self-efficacy, 
neuroticism and locus of control (Judge et al., 2003)，the lack of correlation of CSES 
with all MDPOQ subscales also hinted that MDPOQ was unlikely to be measuring 
self-esteem, generalized self-efficacy, neuroticism and locus of control. 
Research assessing criterion validity of MDPOQ provided support for 
criterion validity of MDPOQ as a measure of perceived overqualification. With the 
exception of "Criticality for Job Success", the remaining MDPOQ factors had 
significant negative correlation with job satisfaction. All five MDPOQ factors had 
significantly positive correlation with turnover intention. 
Since MDPOQ was an enriched measure of SPOQ, it would be important to 
discover whether the newly developed items in MDPOQ provided additional value 
(i.e. incremental validity) to the original SPOQ in predicting consequences of 
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perceived overqualification such as job satisfaction and turnover intention. Result 
obtained from hierarchical regression revealed that while the subscale "Skill over 
others" failed to demonstrate incremental validity over SPOQ, the subscale 
"Education over others" significantly predicted job satisfaction and turnover 
intention after controlling the effect from SPOQ and demographic variables. While 
2 . 
R change for the inclusion of "Education over others" was not strong, the inclusion 
of this subscale could remove the effect of the original SPOQ in predicting job 
satisfaction and remove the effect of "Education over job" in predicting turnover 
intention. This implied that MDPOQ generally demonstrated additional value over 
the original SPOQ in predicting job satisfaction and turnover intention. Moreover, 
these findings hinted that possessing more education than colleagues or similar 
others could bring even more harmful effect on individuals' job satisfaction and 
turnover intention than possessing job qualification beyond job requirement. 
Summarizing the above finding, since MDPOQ was empirically found to 
generally follow the dimensions X referents matrix, it provided empirical support 
that (1) the dimension of excess education could be separated from the dimension of 
excess skills or experience empirically for the perceived overqualification construct 
and (2) the use of job requirement as referent was empirically separable from the use 
of colleagues or similar others from other companies as referent in perceived 
overqualification. The above findings also showed some supportive evidence for the 
internal consistency，convergent validity, discriminant validity, and criterion validity 
of MDPOQ as a measure of perceived overqualification. 
While research findings generally provided supportive evidence on the 
reliability and validity of MDPOQ, the subscale "Criticality for Job success" was 
worth concerned. First of all, the subscale "Criticality for Job Success" included 
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items measuring the dimension of excess education and items measuring the 
dimension of excess skill or experience. This subscale also included items which 
were supposed to involve using job requirement, colleagues and similar others from 
other companies as referents. Hence, this subscale did not follow the hypothesized 
separation of the two dimensions of perceived overqualification nor follow the 
hypothesized separation of the different referents of comparison. The formation of 
this factor in EFA could possibly be due to the high similarity in wordings among 
items within this factor, or due to the unique structure of this sample. Post-analysis 
review on items within this subscale also showed that the referents of comparison 
used in the items of this subscale were a little ambiguous because items which were 
supposed to use job requirement as referents also implicitly guide respondents to 
recall qualification of others. This ambiguity might cause items which were supposed 
to involve different referents of comparison to load into the same factor. Moreover, 
the "Criticality for Job Success" subscale only had weak correlation with other four 
subscales in MDPOQ. This weak correlation might be due to the difference in 
wordings of items in "Criticality for Job Success" subscale compared with the 
remaining items in MDPOQ. While most MDPOQ items explicitly asked 
respondents to compare their qualification with job requirement or with others' 
qualification, items in Criticality for Job Success subscale asked respondents whether 
someone with less qualification could perform the job well. This indirect way of 
measuring perceived overqualification for items in Criticality for Job Success 
subscale might contribute to the weak correlation between this subscale with other 
four subscales of MDPOQ. Despite that the differences in item wordings might 
account for the weak correlation, this weak correlation might still raise some doubt 
on whether Criticality for Job Success subscale measured the construct of perceived 
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overqualification. 
The factor "Criticality for Job Success" was still retained in MDPOQ because 
items in this subscale had face validity with the construct of perceived 
overqualification. The significant positive correlation between Criticality for Job 
Success and turnover intention also provided some support for the criterion validity 
of this subscale. Moreover, since two of the items in this factor were original items in 
SPOQ, retaining these original items from SPOQ could allow a better investigation 
on incremental validity of newly developed items in MDPOQ over the original 
SPOQ. 
Future research should discover whether items in the subscale "Criticality for 
Job Success" would still load together and form a separate subscale in another 
sample. Moreover, further evidence on the convergent validity of this subscale has to 
be gathered to discover whether the subscale "Criticality for Job Success" was 
indeed measuring the construct perceived overqualification. If a lack of evidence on 
the convergent validity of this subscale was again found, researchers could consider 
removing this subscale from MDPOQ. 
For further improvement of MDPOQ, future research should also test the 
measurement model of MDPOQ in another sample because the five factor model of 
MDPOQ obtained in this study might reflect the unique characteristic of the present 
sample. Future research could also investigate the test-retest reliability of MDPOQ as 
this reliability was not assessed in this study. 
Finding from this study showed that subscales of MDPOQ could only weakly 
predict job satisfaction and turnover intention. This finding might reflect that the 
relationship between perceived overqualification and job satisfaction or turnover 
intention were indeed weak. Some previous research (e.g. Johnson & Johnson，2000a) 
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had also failed to find significant relationship between perceived overqualification 
and job satisfaction. The use of simple and short measures for job satisfaction and 
turnover intention in this study might also partly contribute to the weak effect of 
MDPOQ subscales on job satisfaction and turnover intention, because these simple 
and short measures might not fully represent the construct of job satisfaction and 
turnover intention. However, since well established measures of job satisfaction were 
lengthy (e.g. JDI consisted of 72 items), short measures were used in this research as 
a compromise. 
Different from the hypothesized dimensions X referents matrix in perceived 
overqualification, result from EFA revealed that using colleagues as referent was not 
separable from using similar others from other companies as referent. This could be 
explained by two major reasons. First, for most workers, the qualification possessed 
by their colleagues could be very similar to the qualification possessed by their 
similar other from other companies. Unless for prestigious companies which could 
afford higher pay to attract people with higher qualification than the market norm to 
work on the same job, people working at the same job across industry are likely to 
possess similar qualification. This similarity in qualification possessed by colleagues 
and similar others from other companies would result in the lack of distinction 
between the use of colleagues and the use of similar others from other companies as 
referent in measuring perceived overqualification. 
Second, respondents filling in the questionnaire might have little knowledge 
on the qualification possessed by similar others from other companies whom they 
might have little personal contact with. As a result, respondents might use the 
qualification possessed by their colleagues to estimate the qualification possessed by 
similar other from other companies. On the other hand, it was also possible that 
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people might use the qualification generally possessed by people in that job across 
the industry to estimate the qualification of their colleagues. If respondents use 
qualification of colleagues to estimate qualification of the similar others, or vice 
versa, findings from the use of colleagues as referent would not be empirically 
separable from the use of similar others as referent. 
While the use of colleagues as referent was found to be empirically similar to 
the use of similar others from other companies as referent for comparison, it would 
still be meaningful to include both colleagues and similar others as referents instead 
of using only either one. One of the reasons is because qualification of colleagues 
might differ from the qualification of similar others from other companies in some 
situations (e.g. in prestigious companies). Moreover, since literature suggested that 
other internal referent and other external referent could both be used by people as 
referents and the two referents were conceptually different, it would be worthwhile to 
retain the two types of referent others in the measure of perceived overqualification. 
Future research could further examine whether the use of colleagues as referent was 
again found to be empirically inseparable from the use of similar others from other 
companies as referent when measuring perceived overqualification. 
Result obtained from hierarchical regression interestingly showed that the 
inclusion of the subscale "Education over others" could remove the effect of 
"Education over job" on predicting job satisfaction and turnover intention. This 
finding suggested that "Education over others" might include a large proportion of 
variance of "Education over job". One possible reason is that a worker with higher 
education than his colleagues or similar others from other companies is likely to also 
possess more education qualification than the job required. Unless the market is in 
high shortage of employees, employers are very unlikely to employ people whose 
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qualification could not meet the job requirement. On the other hand, if a worker 
possesses more education than the job required, he may still find himself working 
with colleagues who possessed similar education as he does, especially when there is 
economic recession or when the society expansion of higher education is faster than 
the market need for more educated employees. Reviewing the economic situation of 
Hong Kong at the time of this study, Hong Kong had just recovered from economic 
recession. As a result, it was likely that participants in the study who possessed 
higher education than similar others also possessed excess education over job 
requirement. If having higher education than others often implies the possession of 
higher education than job requirement, while vice versa is less likely, this might 
explain why the inclusion of "Education over others" was found to remove the effect 
of "Education over job" in predicting job satisfaction and turnover intention. 
Limitations 
The present study contained a number of limitations to be noted. The first 
limitation was related to the sole reliance on self report measures in this study. This 
could potentially produce common method bias and inflate the estimates of 
relationship among measures (Crampton & Wagner，1994; Doty & Glick, 1998). This 
implies that the findings which provided support on the convergent and criterion 
validity of MDPOQ could potentially be inflated. However, given that perceived 
overqualification was by definition a perceptual construct, and job satisfaction and 
turnover intention were also attitudinal or perceptual constructs, these constructs 
were probably best estimated by self-reported measures. Moreover, after reanalyzing 
various attitudinal/ perceptual multi-trait multi method studies reviewed by Spector 
(1987)，Conway (2002) found that using self-report measures for attitudinal/ 
perceptual studies had little common method bias. This suggested that common 
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method bias is less likely to be an issue of concern in this study. Furthermore, in 
designing questionnaire for this study, the measure of job satisfaction was 
intentionally placed prior to the measure of perceived overqualification to minimize 
the correlation inflation between perceived overqualification and job satisfaction. 
While the measure of turnover intention was placed after the perceived 
overqualification measure due to its sensitivity in nature, the measurement on core 
self evaluation and a few other measures were placed in between the measures of 
perceived overqualification and turnover intention to reduce the potential correlation 
inflation. 
Despite that perceived overqualification was best measured by self-report 
measures, and common method bias might not be serious when using self-report 
measures to assess perceived overqualification, future research could consider 
including both self-reported and more objective measures of overqualification in the 
same study. If the objective overqualification was strongly and positively correlated 
with perceived overqualification, it could provide further convergent validity 
evidence for the measure of perceived overqualification. Maynard et al. (2006) also 
suggested that the inclusion of both objective and subjective measures of 
overqualification in a study could allow researchers to explore the degree of overlap 
between objective and subjective overqualification. Since managers and employers 
could identify objective overqualification among employees more easily (Maynard et 
al., 2006), while perceived overqualification was more likely to have stronger effect 
on consequences such as job satisfaction and turnover intention, investigating the 
overlap between objective and subjective overqualification would be valuable. 
The other limitation in the study was related to the sample involved. 
Participants in this study vary across age and industry. However, examining the 
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demographic characteristics of this sample revealed that the average age, education 
background, income and industry of the participants do not perfectly resemble the 
working population composition in Hong Kong. Compared with the average working 
population in Hong Kong (Census and Statistics Department, HKSAR, 2007), 
participants in this study were younger in age, possessed higher educational 
background and higher income. Developing the MDPOQ based on these participants 
could raise some doubt on whether the factor structure of the measurement model of 
MDPOQ would remain the same among working population who were older in age, 
and had lower education background and lower income. Future research might be 
needed to reconfirm the measurement model of MDPOQ. While the participants' 
demographic characteristics differ from average working population in Hong Kong, 
the presence of variation in age and industry among participants in this study might 
better reflect the Hong Kong working population compared with the use of 
participants from a single company or industry. 
Implication to researchers 
Findings from the present study have two major implications to researchers. 
First, the findings provided empirical support for the multidimensionality of the 
perceived overqualification construct. This implied that researchers could not 
automatically assume perceived overqualification to be unidimensional when 
investigating this construct. Second, since MDPOQ developed in this research was a 
multidimensional measure of perceived overqualification with some supportive 
evidence on its reliability and validity, MDPOQ could potentially be a useful tool for 
future research on perceived overqualification. The multidimensional nature of 
MDPOQ allows researchers to discover the relative effect of each dimension X 
referent of MDPOQ on different consequences. If the dimension X referent of 
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perceived overqualification which had stronger negative impact could be identified, 
researchers could then place more emphasis on discovering the mechanism which led 
these dimension X referents bring such negative impact. 
Implication to managers and practitioners 
Result from the present study showed that the possession of excess education 
over similar others had the strongest prediction towards job satisfaction and turnover 
intention when compared with other dimensions X referents of perceived 
overqualification. While the findings did not imply that the possession of excess 
education over others will cause lower job satisfaction and higher turnover intention, 
managers and employers may still want to pay attention to whether some employees 
possess more education than their colleagues. If the education excess of these 
employees over their colleagues is rather noticeable, it is likely that these employees 
would also perceive themselves to be overqualified relative to their colleagues. If this 
happens, managers could consider taking various actions such as assigning more 
challenging tasks to these employees if appropriate. In view of this research result, 
managers and employers may also be tempted to avoid employing candidates whose 
qualification are noticeably higher than the existing company staff who are also 
working on the same job. However, since there is little (if any) empirical evidence at 
present which proofs that overqualification "causes" some negative consequences, 
managers should be aware that refusing to employ a candidate simply because his or 
her qualification is higher than existing staff could be an act of discrimination. 
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APPENDIX A: ITEM LOADING PATTERN IN EFA 
The second run of EFA with varimax rotation conducted with 21 items of 
perceived overqualification showed a four factor solution. If factor loadings were 
suppressed at 0.5, all items would only load on one factor of the four factors. Each of 
the four factors were examined below. Factor 1 consisted of 6 items which addressed 
whether people (including people in general, colleagues and similar others from 
other companies) with less education or less work experience than the respondents 
could perform the job well. Factor 2 consisted of 5 items which measured whether 
the respondents had excess skills and abilities compared with colleagues or similar 
others from other companies. Factor 3 consisted of 7 items which measured whether 
respondents had excess education compared with job requirement, colleagues or 
similar others. Factor 4 consisted of 5 items which measured whether respondents 
had excess skills, ability, and work experience compared with the job requirement. 
However, if factor loadings were suppressed at 0.4 instead of 0.5 in EFA, two 
items loaded on both factor 3 (a^ = .675，a63 = .683) and factor 4 (an = .407, a64 
=.475). These two double loaded items were original items in SPOQ which 
measured the dimension of excess education in perceived overqualification using job 
requirement as referent. The double loadings of these two items were interpretable. 
Since these two items measured the dimension of excess education, its loading with 
other items measuring excess education onto factor 3 was understandable. Moreover, 
as the two double loading items used job requirement as referent for comparison, it 
was again not a surprise that it loaded with other items using job requirement as 
referent for comparison. 
Since this double loading was relatively strong, suppressing factor loading at 
0.5 and forcedly grouped the double loaded items onto factor 3 would remove some 
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of the important characteristics of these items. One solution was to allow these two 
items to double load on both factor 3 and factor 4，however, this would complicate 
the factor structure of MDPOQ. To obtain a more clean and simple factor structure, 
and to develop a model which better fit with hypothesized measurement model of 
MDPOQ, the two double loading items which measured excess education using job 
requirement as referent were extracted from factor 3 and regrouped into a new factor 
5. Factor 3 finally consisted of 5 items tapping on excess education using colleagues 
or similar others from other companies as referent 
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